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Historical data of trainings in MED, 2005-2011 
MED conducted a significant number of trainings for its employees. 
There was a relatively satisfactory inclusion, 372 participants 
and139 training programs on different topics 
Data source: personnel civil service database in MED 
Research Methodology and 2 Surveys  
 In order to assess the trainings provided during the period 2005-
2011, focusing on the effects and results for increase of skills 
and knowledge of trained employees, a research is conducted by 
using several methods 
 A detail analysis of all conducted trainings, for the period from 
2005 to 2011, review in detail each separately and all together, 
considering quantitative and qualitative aspects. The training 
topic, the number and gender of the participants has been 
evaluated, and also the organization that conducted the training 
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To understand the impact of the past trainings, strengths and 
weaknesses, two surveys are conducted 
 Survey #1 Conducted with the civil servants of the MED, 
where their answers are the most important primary data 
for a rational assessment of the impact of the trainings 
and expectations of employees for the future. 56 
employees have positively responded to the questionnaire 
 Survey #2 Conducted with heads of departments/unit, 
who play a key role in the training process of the 
employees. Six directors are interviewed in survey#2  
Research Methodology and 2 Surveys (continue) 
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The main priorities for the training process  
Develop more suitable and sustainable process, by 
developing a sustainable training program 
Data source: Project Survey # 2 
 Background of the Ministry of Economic Development 
 
• MED is established in February 22, 2011 [previously the 
Ministry of Energy and Mining, established in December 
2004]  
• MED prepares and implements policies / legislation for the 
energy sector, mining, Information and Communications 
Technology and Public Enterprises  
• Cooperates in the preparation and implementation of 
international agreements in the energy sector, mining, postal 
sector, telecommunications sector and information technology 
sector 
• Cooperates with business and business associations in order to 
create an attractive business environment 
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Data source: Regulation No.02/2011 “On the Areas and Responsibilities of the Office of the Prime 
Minister and Ministries”, Appendix 18 
Organization Structure according to which MED is actually 
functioning, Regulation Nr.03/2012 7 
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MED employee qualification 
structure, as on December 2011 
  
Number of recruited, trained and 
terminated work of SC 
employees for period 2005- 2011 
Data source: personnel civil service database in MED 
2005 2006 2007 2008 2009 2010 2011 
103 
98 
89 91 
102 
107 
119 
23 
30 
23 25 
45 
29 
21 
25 
14 
19 22 18 
7 
3 
Number of recruited CS employees 
Number of trained employees 
Terminated number of CS employees 
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Training courses on different fields held from 
period 2005-2011 
MED officials have participated in different training courses over 
a six year period. There are summarized in eight different fields 
Data source: personnel civil service database in MED 
Analysis of the detail training process, 2005-2011 
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2005 2006 2007 2008 2009 2010 2011 
17 19 
9 
36 
23 
20 
15 
61 61 
30 
100 
60 
33 
27 
Number of training topics Number of participants 
Data source: personnel civil service database in MED, 2005-2011 
Analysis of detail training process, 2005-2011 (continue) 
 
Based on the analysis it can be concluded: 
Lack of the strategy for the real training needs 
Lack of an annual planning for the trainings 
Lack of a detailed analysis on the training and 
methods  
Lack of the plan to implement the skills learned 
during trainings has affected the training process 
during all the time The training results have been 
always less than it was expected 
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MED should have a strategy for employee capacity building 
MED should set training priorities 
Training topics should have close liaison with the objectives and 
areas of responsibilities of the Ministry 
Training should be specific to certain fields 
There must be a more appropriate selection of trained officers 
Must have training in smaller groups but on longer terms 
Survey # 2 analysis 
Data sources: Project Survey # 2 
Q 2. Should MED have a role [and what role should MED 
have] in setting the agenda of training [training topics, time, 
number of trainees, etc...] for its officials? 
Recommendation # 1 
 
 Recognition of the Specific MED Training Needs 
[Establishing a Training Policy] 
 This would create a policy base for future 
approaches for trainings and would eliminate the 
current ad hoc practices 
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Survey # 1 conducted with the MED CS employees  
Identified impacts of the past trainings, strengths and weaknesses 
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Q15. The training courses have been very 
useful, but they were not very relevant 
to important aspects of my work 
Data source: Project Survey # 1 
Respondents 
gender 
Male 64 % 
Female 36 % 
Job position Managerial level 27 % 
Professional level 68 % 
Administrative 
level 
5 % 
Level of Education Master degree 23 % 
University degree 64 % 
High school degree 13 % 
Age category Over >50  18 % 
Between 40-49 27 % 
Between 30-39 39 % 
Above 29 16 % 
Total participants 56 out of 119 
employees  
47%  
Respondents background- first survey 
with MED CS employees 
Survey # 2 conducted with directors of departments 
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Inadequate themes 
Inappropriate training time and insufficient length of training 
courses 
General training, non-concrete, non-specific 
Trainings were conducted mainly based on other organization 
schedule, such as KIPA schedule 
Non-harmonized training held because of the benefit of 
training companies 
Training has been developed without any designed plan 
according to employees needs  
Non-correlation of training with the objectives of the ministry 
Q 3. What are the weaknesses of current training? 
Data source: Project Survey # 2 
The effects of trainings  which deal with obtaining a concrete 
professional qualification, such as using a software program, are 
noticed immediately 
Officers with experience and those who know English have 
benefit more from the trainings than the inexperienced officers 
who do not know English  
After the training officers are more active 
Officers have gained different experiences 
There was no successes, no concrete results 
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Survey # 2 (continue)   
Data source: Project Survey # 2 
Q 1. Are they noticed and in what form are noticed the 
results in the work of trained officers? 
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Survey # 2 analysis  
Develop a general training plan for MED and for each officer individually 
Planning process to develop on the basis of a quality management system,  
considering that in the process of planning to include the best experts of 
the Ministry and also to involve specialized services in management field 
Topics must be specific, adapting to qualifications and positions held by 
trained officers 
At the government level to organize specialized training for certain 
sectors, which attend officials of all units with similar work 
responsibilities [with similar positions] 
Training to be systematic, twice a year, two weeks long 
Data sources: Project Survey # 2 
Q 4. What do you think should change in the way of training 
your officers? 
Survey # 1 analysis  
Q 19. What type of future training programs do you 
recommend? 
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Data sources: Project Survey # 1 
Recommendation # 2 
 MED must draft a detailed Training Plan in 
compliance with MED Strategic Development Plan 
  It is recommended that MED employees need more 
specific training in economics, energy, mining, ICT, 
and project management related to their workplace  
19 
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Survey # 2 analysis  
To make a report after each training and make an annual 
evaluation report for training 
The annual evaluation report for training must be part of 
performance evaluation done by the managers of the 
administration 
The annual training assessment report should be developed 
The annual training assessment report should not be developed 
Data sources: Project Survey # 2 
Q 5. Do you draft [or should you draft] an annual training 
evaluation report? 
 Recommendation # 3 
MED should set a mechanism for assessing the 
effectiveness of the training programs.  
 First, at the end of the each training, the employee should 
compile a brief report about followed trainings in which 
he/she will emphasize what performance improvement 
will be generated and what knowledge and skills will be 
gained 
  Second, MED should also draft an annual report on 
evaluation of training programs which should be 
compiled by directors of departments and the general 
secretary of the ministry 
21 
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Survey # 2 analysis  
Conduct needs assessment of each sector in fulfilling the mission 
and training needs 
Conduct training needs assessment for each official in certain 
sectors 
The process of training to relate to adequate training assessments 
Taking action for discouraging trained officers who do not show 
result 
Officers who are trained in specific areas to receive a certificate for 
training, so they in turn train other officials who have the need or 
those anticipated by the law 
Data sources: Project Survey # 2 
Q 7. What would you recommend to improve the training 
process and for a better result in the work of trained officials? 
Recommendation # 4 
 
 MED three Training Categories 
 MED must classify types of trainings into three 
groups: (1) General trainings which should be 
organized as a result of changes in laws that impact 
Ministry area of responsibility, (2). Systematic 
trainings or vocational trainings, dealing with a 
limited number of sectors, example European law 
that coincides with the MED area of responsibility] 
and (3) Specific trainings for a specific sector that 
requires specific expertise, such as trainings for the 
field of ICT, energy and mining.  
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Further Recommendation 
24 Data sources: Project Survey # 1 
 
Q17. Do you receive enough training 
days? 
MED should take into consideration to increase the length 
of training courses per year, from 2-4 days to 4-6 days, in 
order to achieve full effect from the trainings. 
Q18. How many totals training days per 
year did you receive? 
25 Data sources: Project Survey # 2 
Major Recommendations  
 Recognition of the Specific MED Training Needs 
[Establishing a Training Policy]. This would create 
a policy base for future approaches for trainings and 
would eliminate the current ad hoc practices 
 MED detailed Training Plan. It is recommended that 
MED employees need more specific training in 
economics, energy, mining, ICT, and project 
management related to their workplace  
 Design an Effective Evaluation and Monitoring 
process on training 
 
26 
Further Recommendations 
 MED three Training Categories (1) General trainings (2) 
Systematic trainings or vocational trainings, dealing 
with a limited number of sectors, example European law 
that coincides with the MED area of responsibility] and 
(3) Specific trainings for a specific sector that requires 
specific expertise, such as trainings for the field of ICT, 
energy and mining 
 MED should set training priorities 
 MED to create favorable working environment 
 Establishing a database for employee trainings  
 Increasing the length of training courses 
 Allocated budget for educational and training services 
to increase up to 4% of overall ministry’s budget.   
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